INTRODUCTION
Accountants are important contributors to social and economic progress in terms of reliable information providers and financial reporting preparers (Keller et al., 2007) . The demand for accounting information in an international context surges and the interactions between accountants in different countries will increase in number and in importance (Jeffrey et al., 1996) . The original BigSix US certified public accountant (CPA) firms become the Big-Five following the Price Waterhouse merger with Coopers and Lybrand in 1998.
After Arthur Andersen was forced to close by the US authorities in August 2002 due to Enron affairs, the current Big-Four CPA firms remain. As CPA firms continue this merger trend, the competition has become more intensive (Berton, 1995; Schloemer and Schloemer, 1997) . The operations of a CPA firm are more challenging and complicated (Banker et al., 2003) .
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The mergers and acquisitions have raised the leadership behavior issue. Furthermore, the high personnel turnover rate in the CPA firms has caused waste and concern. It is imperative to retain employees as a primary concern in the intellectual professional industry such as CPA firms (Zheng et al., 2010) . The high turnover among CPA firms is evidenced by the fact that 80% of new professionals hired leave before five years of tenure (Egan, 1985) .
The most important factor in the turnover is the organizational commitment (OC hereafter) which can lead to a low turnover (Jaramillo et al., 2005; Parker and Kohlmeyer, 2005; Wu and Cavusgil, 2006; Wu and Norman, 2006; Chang et al., 2007; Anvari et al., 2010; Lin et al., 2010; Ponnu and Chuah, 2010) . Cohen (2007) proposes that increasing and maintaining OC at a higher level enable positive employee's' work behavior, not just suppress their turnover intentions. The impact of the work environment on employee attitudes and behavior has become a serious concern for CPA firms (Aranya and Ferris, 1984) . Also, after Taiwan joined World Trade Organization (WTO), its international business interactions have mushroomed. This study proposes a comparative analysis for these antecedents to OC between US and Taiwan on CPA firms. The leadership style (LS hereafter) is considered to be particularly important in achieving organizational goals in CPA firms (Otley and Pierce, 1995; Benjamin and Flynn, 2006; Hambley et al., 2007; Cohen, 2007; Tsai et al., 2010; Wang et al., 2010) . Therefore, the main purpose of the study is to conduct a comparison on the relationship between LS and OC for each country.
This study attempts to answer the following questions: Does subordinates' perception of their managers' LS affect their OC to the CPA firm in each country? Does there exist significant discrepancy on LS, in relation to OC, and what are the causal relationship between LS and OC between the US and Taiwan?
The study contributes to the literature twofold. First, this research contributes primarily in assessing the LS impact to OC. The identification of the specific LS would lead imperative OC consequence, especially for professional CPA firms, would provide insight for CPA managers seeking to improve firm operating performance.
Second, this study provides additional empirical comparative evidence on the LS impact to OC between US and Taiwan. While international M and A trend surges, such cross-cultural interaction and cooperation would be a critical issue for managers as guideline. As such, the culture outcomes for developing countries are different from those of developed countries.
From the human resource strategy management aspect, this study identifies the knowledge of LS and its alignment with OC. The research takes into consideration the multi-dimensional nature of both LS and OC in examining the one-to-one relationship between these two factors. Managers have to emphasize the proper dimensions of LS to match their subordinates' focus and develop specific sets. More specifically, the primary objective of this study is to investigate how different LS link with OC. Mowday et al. (1979: 224) define OC as "a more active and positive attitude toward the organization". This concept is based on three factors: the acceptance of the organization's goals and values (identification), the willingness to invest effort on behalf of the organization (involvement), and the importance attached to keeping ones membership in the organization (loyalty) (Bogler and Somech, 2004) .
LITERATURE REVIEW

Organizational commitment
In this study, the core theory of OC is based on Mowday et al. (1979) for the following reasons: 1) providing an operational and amenable empirical study of OC (Mowday et al., 1982) ; 2) covering both attitudinal aspects and behavioral aspects of OC (Mowday et al., 1982) ; and 3) various studies (Keegan and Hartog, 2004; Bogler and Somech, 2004; Parker and Kohlmeyer, 2005; Riketta, 2005; Wu and Norman, 2006; Lambert et al., 2007) utilize an organizational commitment questionnaire (OCQ) that is facilitated and developed by Mowday et al. (1979) .
The influential factors for organizational commitment
It has been suggested that OC was significantly related to personal attributes, job characteristics, and work experience (Mowday et al., 1982) . The personal attributes that affect OC including: age, tenure, education, and gender. Empirically, OC has been identified as positively related to both age and tenure (Beck and Wilson, 2006) , education (Still, 1983) , and gender (Angle and Perry, 1981; McColl-Kennedy and Anderson, 2005) .
Furthermore, both job characteristics (that is, job scope and role overload) (Johnston et al., 1990) and work experience (that is, the organizational dependability, personal importance to the organization, leadership style, social involvement, and work relationship) (McCollKennedy and Anderson, 2005; Moss et al., 2007; Tsai et al., 2010) are antecedents of OC.
Consequently, the demographic variables (such as gender, age, education), working tenure, job position, job level, and holding professional certification were investigated in this study to explore their relationships to OC.
Leadership style
Research has also shown a consistent correlation between leadership style and OC (Shim et al., 2002; Wong and Law, 2002; McColl-Kennedy and Anderson, 2005; Tsai et al., 2010) . The path-goal theory of leadership stands as the premier theory of dyadic supervision in the leadership field (Evans, 1996; Jermier, 2006; Schriesheim et al., 2006) . This theory not only concerns relationships between formally appointed superiors and subordinates in their day-to-day functioning but also deals with how formally appointed superiors affect the motivation and satisfaction of subordinates (House, 1996) . More specifically, pathgoal identified four distinct LSs: instrumental leadership; supportive leadership; participative leadership; and achievement-oriented leadership (House, 1971; House and Dressler, 1974) .
It focuses on how leaders influence their subordinates' perceptions of their work goals, personal goals, and paths to goal attainment. It suggests that a leader's behavior "is motivating or satisfying to the degree that the behavior increases subordinates goal attainment and clarifies the paths to these goals" (House and Dessler, 1974: 81, 82) .
The path-goal theory predicts that the impact of the leader behaviors on subordinate criterion variables will be moderated by several environmental and subordinate characteristics (Podsakoff and MacKenzie, 1995) . Most path-goal theory applications concentrate on exploring relationship between leadership behaviors (for example, consideration and initiating structure) and out-come measures (for example, satisfaction) while studying the impact of different moderator variables (such as task structure) (Schriesheim and Neider, 1996) .
This study applies the perceived leadership behavior scale (PLBS) (House and Dessler, 1974; Teas, 1981; Jiambalvo and Pratt, 1982; Kohli, 1989 ) based on the path-goal leadership style to test the relationship with OC in CPA firms in both the US and Taiwan.
Organizational commitment and leadership studies related to accountants Capelle (1979) proposes that CPA firms require an intelligence system to be aware of changes in the work environment and take appropriate defensive action within the workplace. Other researchers have suggested that CPA firms should pay attention to OC (Ameen et al., 1995; Shamis and Lewandowski, 1996; Lenk and Donnelly, 1998) and leadership (Larson and Holdeman, 1994; Lenk and Donnelly, 1998; Thomas, 1998) for business survival. Aranya et al. (1984) examine OC, professionalorganizational conflict, and satisfaction with reward among Canadian Chartered Accountants and consequently found that the OC of partners and sole practitioners was higher than their professional commitment. Collins and Seiler (1988) studied organizational loyalty among accountants and found that the so-called 'side bets effect' was important to maintaining and increasing loyalty. OC is in large part determined by the existing network of personal investments and attraction (Collins and Seiler, 1988) . The greater the number of 'side bets', the higher the individual's OC in the accounting-auditing environment would be. Collins (1993) investigates stress and departure factors for gender differences. The degree of stress experienced by women accountants might be greater than male colleagues. The accumulated effects of stress from both inside and outside the firm may encourage women in CPA firms to leave the profession in pursuit of other employment (Collins, 1993) . Cluskey and Vaux (1997) examine the possible stressrelated consequences of poor vocational fit. The 188 accountants sampled and 40% of respondents met Holland's (1985) criterion for vocational misfit. The poor vocational fit is significantly associated in correctional analysis with job dissatisfaction, low self-esteem, and turnover. Fogarty (1994) 
Measurements and scales
The demographic information includes: gender (Hull and Umansky, 1997; Glover et al., 2000; Keller et al., 2007) , age and education level (Keller et al., 2007) , post-graduate education and job level (Jeffrey et al., 1996) , job field and working tenure (Keller et al., 2007) , and licenses held. The licenses held information is asked to validate the characteristics of each CPA firm and to control the variables influencing for the relationship between LS and OC. Leadership style is measured by House and Dessler's (1974) perceived leadership behavior scale (PLBS) with a 7-point Likert scale ranging from 1 (never) to 7 (always).
Organizational commitment construct is measured by the organizational commitment questionnaire (OCQ) (Mowday et al., 1979 ) with a 7-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree).
Analytical method for survey information
Statistical analysis methods (that is, factor analysis and regression analysis) would be implemented respectively. In order to avoid the influence from individual factors such as gender, age, education level, post-graduate education, job level, job field, working tenure, or license held for the regression analysis, the individual demographic information is treated as a control variable, the LS variables is used as an independent variable, and the OC variable as a dependent variable. The regression analysis is thus tested the direction and significance levels of the variables.
RESULTS
The target samples are the Big-Four CPA firms' employees in American and Taiwan. There are 370 survey distributions in America with 139 returned and 2 invalid surveys showing a return rate 37.56%. There are 430 survey distributions in Taiwan with 266 returned and 19 invalid surveys, showing an effective return rate of 57.44%.
According to Nunnally (1978) , a Cronbach's result of 0.7 is considered reliable. In the present study, the Cronbach's α is found to be 0.91 in America and 0.87 in Taiwan. The reliability in this study is thus acceptable. Regarding the validity issue, the study refers to the literature about the OC and LS, and to the current trends through expert interviews, to design this questionnaire. Opinions are requested on question syntax and meanings to reach an adequate content validity (Kerlinger, 1986) . With regard to the external validity degree, the questionnaires are sent to the three voluntary CPA firms in America and four voluntary CPA firms in Taiwan with 37.56 and 57.44% return rates, respectively, which suggest a sufficient acceptance. These three validity elements comprising content validity, construct validity and external validity, for the study are all deemed to have reached a reasonable degree of acceptability.
In order to improve the quality of the indicators, factor analysis is applied to the data in two steps. Firstly, the Kaiser-Meyer-Olkin (KMO) analysis is used to assess the measure of sampling adequacy (MSA) of the aggregate and individual variables. The MSA analysis shows the value of each variable after controlling the others. Factor analysis can only be performed when the MSA is higher than 0.5 and where there are common elements among the variables (Kaiser 1970; Kaiser and Rice 1974 ). An indicator would only be selected when its factor loading is higher than 0.5.
The individual measurement and aggregate measurement for those indicators can be expressed as communality. This study retains and analyzes the variables with communality higher than 0.5. If the variable factor loading and communality does not reach the critical value, the variable would be eliminated and the next factor analysis that will be used to perform the condition would reach the critical value (Zaltman and Burger 1975; Hair et al., 1998) .
Factor analyses among Americans
Organizational commitment (OC)
In the first factor analysis, the aggregate KMO is 0.899 and each individual statement has a KMO value greater than 0.8. Then the varimax of the orthogonal rotation is used for rotation method. The communalities of the first and seventh statements are found to be 0.4368 and 0.4648, respectively. Therefore, the first and seventh statements are eliminated as they are not over 0.5.
The second factor analysis for OC in the US firms is as shown in Table 1a . All the individual statement KMOs are over 0.8. By using the varimax method, there are found to be three factors with KMO values over one, therefore, these three factors (OCF1, OCF2 and OCF3) are kept in this study. As provided in Table 1a , the Eigenvalue of the first, second and third factors are 6.156, 1.214 and 1.113, respectively. The cumulated explained variance percentage is 65.257%.
This study identifies these three dimensions of OC as sense of belonging, promising future, and loyalty (OCF1, OCF2 and OCF3), and their factor loadings shown in Table 1a .
Perceived leadership styles
Three dimensions were classified thus:
(a) Instrumental leadership style (IL): The individual statement KMOs are over 0.8. By using the varimax method, there are two factors with value over one, therefore, the third factor is eliminated. According to Table  1b , the cumulated explained variance percentage is 58.8%. This study identifies these two dimensions of instrumental as standards-oriented and instructional (IL1 and IL2) and their factor loadings. (b) Supportive leadership style (SL): The communality of the orderly seventh statement is 0.422 at the first factor analysis, as the questions 5, 6, 7 and 8 are thus eliminated. Then the second factor analysis is performed as shown in Table 1b . As can be seen in Table 1b , there was only one factor whose Eigenvalue (3.563) is over one and the cumulated explained variance percentage was 51.07%. This identified dimension is stated as 'supportive leadership' and the factor loadings are shown in the Table 1b. (c) Participative leadership style (PL): After the factor analysis is performed, there is only one factor with an Eigenvalue value greater than one. The second factor has an Eigenvalue of only 0.475, and is thus eliminated. As can be seen in Table 1b , the Eigenvalue of the retained factor is 2.766 and the cumulated explained variance percentage is 68.908%. This identified dimension is stated as 'participative leadership' and the factor loadings were shown in Table 1b .
Regression analyses among Americans
This study applies the regression analysis of OC and LS after the factor analysis. Then, the three dimensions of LS are treated as independent variables, and the OC variables as dependent variables, for regression analysis. The result of the regression analysis for variables in US is shown in Tables 2 and 3 and the analyses are as follows: Table 2 lists the Pearson correlation coefficients of the variables in the OC dimensions and the descriptive statistics for the variables used in regressions for the three dimensions of OC in the US. Table 3 presents the regression analysis for the three dimensions of OC in the US. According to the results in Table 3 , the three dimensions of OC: sense of belonging, promising future, and loyalty all had significant relationships with the supportive leadership style variables.
The supportive leadership style leads to a positive OCF2 and OCF3), and their factor loadings shown in influence toward the sense of belonging, promising future, and loyalty. Also, the auditing personnel have a 
Factor analysis among Taiwanese
Organizational Commitment (OC): After the first factor analysis, the fourth and tenth statements are deleted. The result is shown in Table 4b .
There are three Eigenvalues greater than 1 (5.022, 2.2023, and 1.0335) and the cumulated explained variance percentage is 55.1%. The OC was classified as dedication, policy recognition, and loyalty; the factor loadings are shown in Table  4a .
Perceived leadership styles: Three dimensions are classified thus:
i. Instrumental leadership style (IL): After factor analysis, there is only one factor with Eigenvalue greater than one. As shown in Table 4b , the cumulated explained variance percentage is 47.5%. This dimension is stated as 'instrumental leadership' and the factor loadings were shown in the table.
ii. Supportive leadership style (SL): After the first factor analyses, the third statement is eliminated. There is only one factor with Eigenvalue greater than one so the second factor was deleted. The cumulated explained variance percentage is 59.80%. This dimension is stated as supportive leadership style and the factor loadings are shown in Table 4b . iii. Participative leadership style (PL): After the factor analysis, there is only one factor with Eigenvalue greater than one and the second Eigenvalue is only 0.429. Therefore, the second factor is deleted. As shown in Table 4b , the cumulated explained variance percentage is 72.882%. This dimension is stated as participative leadership style and the factor loadings are shown in Table 4b . Variables are defined in Table 1 ; VIF is the variance inflation factor. It is used to test whether there is multicolinearity situation. Except the intercept is zero, the interval is listed in the table (Chatterjee and Price, 1991); Significant at the 5% (*) and 1% (**) levels, two-sides test. To summarize, besides the common OC factor of loyalty, Americans are found to value the sense of belonging and promising future, while Taiwanese are seen to focus on dedication and policy recognition. Through the regression analysis for the influential LS, the supportive leadership style is favored in America while the supportive and participative leadership styles are more important for the Taiwanese. With regard to Variables are defined in Table 3 ; VIF is the variance inflation factor. It is used to test whether there is multicollinearity situation. Except the intercept is zero, the interval is listed in the table. Significant at the 5% (*) and 1% (**) levels, two-sides test.
Regression analysis among Taiwanese
demographics, gender and education are both significant variables for OC. Additionally, the auditing field and holding American CPA and/or other professional licenses are imperative factors in the US, while job position level and working tenure are noteworthy influences in Taiwan. This study effectively recognizes the diagram for managers to boost OC via LS with respect to different countries: the perceived magnitudes in OC are dissimilar and the antecedents in LS came from diverse perspectives. In other words, this study successfully supplies answers not only for what to amplify in OC but also for how to increase OC, as well as how to decrease turnover. The findings might provide international CPA firms some valuable implications for better performance in both financial and human resource management (Mowday, 2007) . However, there are some inherent limitations in this research. For example, the statistical results might be different if the data had been collected from smaller or medium-sized CPA firms. Inconsistent outcomes might also be found in other geographic areas. Regarding the future research direction, in addition to LS, some other antecedents and/or consequences of OC (that is, motivation, monetary incentives, organizational organizational culture, and job satisfaction) shall be examined in future research.
